Knowledge sharing plays an important role in management of universities. Vietnam universities are not highly regarded for their teaching quality and scientific research. It is therefore necessary to promote knowledge sharing through two central processes: knowledge donation and collection as well as individual performance of lecturers. Based on a sample size survey of 312 university lecturers in Vietnam and the methods of analyzing exploration factor (EFA), factor analysis (CFA), structural equation modeling (SEM) to examine the hypotheses of the survey, the study determines that two individual factors; namely job satisfaction and other involvement significantly influenced knowledge donation process. One individual factor also positively influences knowledge collection process, knowledge self-efficacy, and lecturers' willingness to donate knowledge to improve individual performance. Finally, several suggestions for enhancing the knowledge sharing and individual performance of lecturers for university managers are given.
Introduction
The university, as a center for knowledge creation and cultural preservation, not only develops human resources but also maintains, manages and develops new knowledge that meets the needs of society. Knowledge is considered to be an invaluable asset, a major source of national development and knowledge management (Anantatmula, 2007) and therefore inevitably becomes an issue that needs to be addressed in order to achieve the goals of organizations, particularly knowledge creation centers like universities. Many management processes in universities have considered knowledge management, such as management of training activities, management of science-technology activities, personnel management, training and updating new knowledge for lecturers, creation of e-governance system, knowledge sharing among lecturers, etc. The knowledge gained by lecturers and researchers is regularly published in scholarly journals, books but knowledge is often scattered without the necessary association and interrelationships. This is the task of the knowledge management team to establish links, correlations and knowledge management systematically. However, grasping the tacit knowledge of not only the teachers and researchers, but also of other employees and students, poses a challenge to the universities.
Modern universities are complex organizations, with departments, faculties, laboratories, and research laboratories. When a lecturer, administrator or librarian is retired, a gap is created. Those who are replaced in their positions are often compared with their predecessors, and in many cases, the results are inappropriate. Although, knowledge arises through long-term efforts of learning and research over a long period of time, and therefore it cannot automatically be transferred to others quickly; but when experience and knowledge are shared with others, and this sharing takes place in a context appropriate to the rules, procedures, and technology that support it, we can say that shared knowledge have appeared. Knowledge sharing is really important with universities in general and faculties in particular. Mikulecky and Mikulecka (1999) argue that because of its nature, the university environment is appropriate for the application of knowledge management principles and methods, as universities often have a modern information infrastructure, sharing knowledge with others is the natural law of the teacher. McAndrew et al. (2004) in their study confirm that lecturers wish to know what their colleagues are thinking, what approaches they are currently using, opportunities to discuss them, and the ideas with colleagues across the university. In addition, knowledge sharing is closely related to individual performance and competitiveness (Du et al., 2007) . Akram and Bokhari (2011) argue that effective knowledge sharing is essential for determining the impact on individual performance. Research that shows the relationships between knowledge sharing and individual performance is limited so this is a space for researchers to learn about this relationship (Du et al., 2007) . In the field of education, the study of knowledge sharing and individual performance of university lecturers is also essential to increase competitiveness in the knowledge economy in the context of globalization.
To fill this gap, this study develops a research model that links knowledge sharing enablers, processes and individual performance. The study examines the influence of individual factors (enjoyment in helping others, knowledge self-efficacy, job involvement), organizational factors (management support and organizational rewards) and technology factors (information and communication technology) on knowledge sharing processes and whether leads to individual performance. Based on a survey of 312 lecturers from 30 universities in Vietnam, this study applies the structural equation modeling (SEM) to investigate the research model. Additionally, the current study contributes to knowledge sharing research by further clarifying which factors are essential for knowledge sharing effectively. At a minimum, the findings of this study provide a theoretical basis, and simultaneously can be used to analyze relationships among knowledge sharing enablers, processes, and individual performance. From a managerial perspective, the findings of this study can improve understanding and practice of organizational management of knowledge sharing and individual performance. Specifically, this study identifies several factors essential to successful knowledge sharing and discusses the implications of these factors for developing organizational strategies that encourage and foster knowledge sharing.
Research Model and Hypotheses
The separation of knowledge sharing into two different processes, inherited by Van den Hooff and de Ridder (2004) and from three previous studies. Weggeman (2000) studied the difference between contributors and recipients in knowledge sharing process, Oldenkamp (2001) discussed how to share knowledge between the people who wish to share the knowledge and the people who wish to learn the knowledge. Ardichvili et al. (2003) viewed the knowledge sharing as the provision of new knowledge and the demand for the new knowledge. Hooff and Weenen (2004) pointed out that the two processes of knowledge donation and collection are different, and can be hoped to be impacted by different factors. The factors that may affect these two processes are described in details as follows:
Enjoyment in helping others
Enjoyment in helping others is rooted in the concept of altruism, in contrast to selfishness, that is, belief in unprejudiced and disinterested acts . Osterloh and Frey (2000) argued that knowledge sharing is motivated by intrinsic motivations. Wasko and Faraj (2000) also demonstrated that individuals are motivated because they like to help others. Staff with altruism will have motivation and interest in helping people (Davenport & Prusak, 1998) . Altruism can promote an individual's knowledge sharing with others without receiving any benefits (Al-Qadhi et al., 2015) . The following hypothesis thus is proposed:
H1. Enjoyment in helping others positively influences lecturer willingness to both (a) donate and (b) collect knowledge. Chiu et al. (2006) said that the desire to share knowledge is not enough to do knowledge sharing and that a knowledge owner must be able to perceive it to be accomplished. When people think their expertise can improve productivity and increase productivity, their attitude to knowledge sharing will change and as a result, they will be more inclined to share knowledge with others (Shin et al., 2007) . Knowledge self-efficacy can encourage employees to share knowledge with others (Wasko & Faraj, 2005) . Many researchers have shown that the more confident employees are with their own knowledge, the more willing they are to share knowledge in order to fulfill specific responsibilities (Constant et al., 1994) . Hence, the following hypothesis is proposed:
Knowledge self-efficacy
H2. Knowledge self-efficacy positively influences lecturer willingness to both (a) donate and (b) collect knowledge.
Job involvement
Job involvement is the extent to which a person feels the importance of work to himself (Lodahl & Kejner, 1965) . Job involvement helps employees feel confident in sharing their work-related knowledge with colleagues (Teh & Sun, 2012) . Hence, the following hypothesis is proposed:
H3. Job involvement influences lecturer willingness to both (a) donate and (b) collect knowledge.
Management support
Managerial support is seen as an important factor influencing knowledge sharing among employees (Lee et al., 2006) . Islam et al. (2014) emphasized the role of managerial support for knowledge sharing, leadership, contributing to employee learning from personal experience, persuading employees transfer knowledge to form new knowledge and influencing decision-making on the basis of valuable knowledge shared among employees. Managerial support influences both the level and quality of knowledge sharing by influencing employee engagement in knowledge management (Lee et al., 2006) . The following hypothesis is therefore formulated: H4. Top management support positively influences lecturer willingness to both (a) donate and (b) collect knowledge.
Rewards
Hansen and Avital (2005) argued that the main factors shaping an employee's view of knowledge sharing are rewards. Chaudhry (2005) concluded that rewards are inspirational elements for knowledge sharing. Individuals working in an organization are expected to be recognized and rewarded for sharing their knowledge, experience, expertise with others. Rewards include recognition and reward as a tool to facilitate knowledge sharing and help build a supportive culture (Liebowitz & Megbolugbe, 2003) . The following hypothesis is proposed:
H5. Rewards positively influence lecturer willingness to both (a) donate and (b) collect knowledge.
Information and communication technology (ICT)
Information technology is also seen as an indispensable tool to support the discovery of useful knowledge (Ho et al., 2012) . Collaborative tools such as the intranet system allow people to work together and collaborate interactively. Individual knowledge, therefore, is transformed into organizational knowledge through the support of information technology (Zhao & Luo, 2005) . According to Teece (1998) , the ability of information and communication technologies is to reduce barriers to knowledge sharing. It is important to identify relevant knowledge in different parts of an organization to build a technical infrastructure to support and disseminate knowledge (Zakaria et al., 2004) . Hence, the following hypothesis is proposed:
H6. ICT support positively influences lecturer willingness to both (a) donate and (b) collect knowledge.
Individual performance is the behavior shown or something made by the staffs (Campbell, 1990) . According Motowildo et al. (1997) , individual performance can be assessed according to the extent to which it contributes to the efficiency of the organization. Onukwube et al. (2010) considered that it is the behavior and result that the employees are involved in or carry on to contribute to the organization's objectives. Individual performance relates to the degree to which an employee has the ability to perform assigned tasks or how the work is completed contributes to the implementation of organizational goals (Mawoli & Babandako, 2011) . Von Krogh et al. (2000) pointed out that effective knowledge sharing leads to better business processes, enhances organizational creativity, performance and value of products and services. Du et al. (2007) 
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Data collection
We conducted in-depth interviews with 10 lecturers of Vietnam universities in the city of Hanoi to evaluate and adjust the questionnaire, and clarify the perceptions regarding the three processes of knowledge sharing. The questions in the in-depth interview focused on the following issues: knowledge sharing conditions, knowledge sharing content, factors affecting the process of knowledge donation, factors affecting the process of knowledge collection and the relationship among knowledge donation, collection and individual performance. The contents of the interview were recorded, stored and encrypted in the computer. The recording was then tape-taped, synthesized and analyzed to make conclusions to understand the similarities and differences between theoretical and practical models at Vietnamese universities. From the results of in-depth interviews, we identified the formal model for the study. A quantitative preliminary study with 25 lecturers was conducted to complete the questionnaire, to avoid errors and mislead the meaning of the observations, and to verify the reliability of the scales before conducting a formal investigation. Formal questionnaire survey was used to collect data from lecturers of Vietnam universities in a convenient way. We investigated through questionnaires sent directly and via the Internet (email, social networks and forums) thanks to google docs tool. Time to collect data was from June to August, 2017. The results were 180 direct and 152 online questionnaires. After screening the invalid questionnaires due to lack of information and unreliability, we collected 312 valid questionnaires to use for analysis. The demographic characteristics of the sample are presented in Table 1 . The gender of the respondents: 38.5% questionnaire was answered by men; 61.5 % of questionnaire was answered by women. Regarding the age of the respondents: 23.7 % respondents aged 20-30 years old; 51.3% respondents aged 31-40 years old; 16.0% respondents aged 41-50 years old; 5.8% respondents aged 51-60 years old; 23.7% of subjects remaining respondents aged over 60 years old. Regarding educational qualification of respondents: 4.5% of respondents had bachelor's degree; 63.5% of respondents maintained master's degree; 30.1% of respondents claimed to have doctor's degree; the remaining 1.9% of respondents had post-doctoral degree. On the work experience of the respondents: 3.8% of respondents had work experience under 1 year; 21.8% of respondents from 1-5 years; 29.5% of respondents from 6-10 years; 22.4% of respondents from 11-15 years and the remaining 22.4% of respondents had work experiences of over 15 years. 
Measures
Scales were drawn from literature review and in-depth interviews. Observations and scales were used from foreign studies, which were translated from English into Vietnamese and then translated back into Vietnamese. After completing the translation, we have consulted with some experts to ensure that the variables and scales were accurately and clearly translated and did not significantly change the meaning. All constructs were measured using multiple items. All items were measured using a fivepoint Likert-type scale (ranging from 1= strongly disagree to 5 = strongly agree). A list of items for each scale is presented in the appendix. The measurement approach for each theoretical construct in the model is described briefly below. Enjoyment in helping others was measured using four items derived from Wasko and Faraj (2000) , which focused on belief in the act of carefree and unprofessional interest in the interests of others. A five-item scale measuring knowledge self-efficacy was adapted from a measure developed by Bock et al. (2005) . It shows the action of the individual recognizes his or her ability to provide detailed information about how the individual makes the decision to share the knowledge. Job involvement was described by five items adapted form studies by Kanungo (1982) . Management support was measured using five items adapted from studies by Lu et al. (2006) . These measurements assess the vision of the organization is related to leadership involvement in the effective use of knowledge. Rewards were measured using four items derived from Kankanhalli et al. (2005) which were defined as financial and non-financial rewards provided to knowledge-sharing people. Additionally, information and communication technology was measured based on three items taken from Lee and Choi (2003) , which referred to the degree of technological usability and capability regarding knowledge sharing. Knowledge donating was measured using four items adapted from an investigation by Hsiu-Fen Lin (2007) which assess the degree of employee willingness to contribute knowledge to colleagues. Knowledge collecting was measured using four items derived from Hsiu-Fen , which referred to consult with colleagues to share their own knowledge. Finally, individual performance was measured using nine items derived from Bontis and Serenko (2007) and Anantatmula (2007) . These items describe the quality of work, punctuality, results, performance of university lecturers.
Research Results
The reliability test is used to confirm whether the determine measures can be employed as representation of the global independent and its sub -variables and global depend variable and its sub -variable. Previous studies have shown that observers with a small (less than 0.3) variable-toaggregation coefficient will be excluded and criteria for scale selection when Cronbach's Alpha reliability is greater than 0.6. The larger the Cronbach's Alpha, the higher the internal consistency (Nunnally & Bernstein, 1994) . Taken together, nine variables in the survey had Cronbach's Alpha ranged from 0.707 to 0.907. All of these values are above 0.6, generally considered to be the higher limit of reliability (Hair et al., 1995) . The appendix presents Cronbach's Alpha of indicators in the measurement model. .000
To confirm that this study data set is correct for factor analysis, the researchers assessed whether the Kaiser-Meyer-Olkin (KMO) measure of sampling adequacy value was 0.6 or above and determined that the Barlett's test of Sphericity value was significant (i.e.: 0.5 or less). As a result, all coefficients are relevant and significant in this study when KMO > 0.6 and sig. = 0. To define how many factors to retain, a number of issues were considered.
Fig. 2. Results of SEM theoretical model (standardized)
Using Kaiser's criterion, factors with an eigenvalue greater than one are suitable. In this phase, all nine components recorded eigenvalues above 1. These nine components explain 66.755 percent of variance. Subsequently, all observations were included in the EFA analysis. Four items were deleted based on their strength of loading or cross loading: Se1, Se2, In1 and In3. Pe5 was separated from the scales in the study. This observation relates to initiatives, which differ from the other observations. Specific analysis results are described in the appendix. In verifying the scale, the CFA method in linear modeling (SEM) analysis has many advantages over conventional methods such as the coefficient-matching method, exploratory factor analysis (EFA). This method is characterized by allowing us to examine the theoretical structure of the scales as well as the relationship between a research concept and other concepts without deviation from the measurement error (Steenkamp & van Trijp, 1991) . Adequacy of the model is reflected in Chi-square (CMIN); Chi-square adjusted by degrees of freedom (CMIN/df); Comparative Fit Index -CFI; Tucker & Lewis Index -TLI; Root Mean Square Error Approximation -RMSEA. The model is considered appropriate when the GFI, TLI, CFI values are ≥ 0.9 (Bentler & Bonnet, 1980) ; CMIN / df ≤ 2; RMSEA ≤ 0.08 (Steiger, 1990) . Nguyen et al. (2008) suggested that the model received TLI, CFI ≥ 0.9, CMIN / df ≤ 2, RMSEA ≤ 0.08, thus the model was considered appropriate for the data. We conducted factor analysis confirmed (CFA) to test the suitability of the model scale with the data collected. Results obtained in Fig 2: Chi-square/df = 1,393; GFI = 0,774; TLI = 0,906; CFI =0,915 and RMSEA = 0,050 (standardized estimate), showing scale models suitable for research data. Table 3 shows the results of testing hypotheses with path coefficient derived from structural equation modeling (SEM). The hypothesis is accepted as H1a, H2b, H3a and H7a. 
Discussion and Implications
This research approached both theoretical and practical perspectives. Theoretically, this research showed a research model for empirical studies to explore factors affecting two knowledge sharing processes and the relationship between two knowledge sharing processes and individual performance. The results from a structural equation modeling (SEM) approach give significant supports for some hypothesized relations. The results show that two individual factors; namely enjoyment in helping others and job involvement significantly influence knowledge donation process and one individual factor positively influences knowledge collection process (knowledge self-efficacy). The results also indicate that lecturers willingness to donate knowledge enable themselves to improve individual performance. From a practical perspective, some suggestions may be provided about how universities can promote knowledge sharing process to improve lecturers' performance. Discussion of the findings, implications for managers are described below.
Discuss research findings
The main purpose of this study was to determine the relationship between factors related to knowledge sharing processes and between knowledge sharing processes and individual performance. After testing the hypotheses, some conclusions are as follows:
(i) Enjoyment in helping others is positively correlated with knowledge donation. The result is consistent with several previous studies (e.g. . The result indicates that lecturers who feel satisfied in donating knowledge and helping others tend to be more motivated to share knowledge with colleagues. Meaning that when lecturers feel comfortable about donating knowledge, they tend to be more positively to carry out the sharing behavior.
(ii) Knowledge self-efficacy is positively correlated with knowledge collection. The result is consistent with several previous studies (e.g. . Additionally, a sense of the competence and confidence of lecturers may be requirement for employees to engage in knowledge sharing. That is, lecturers who believe in their abilities to share organizationally essential knowledge tend to have stronger momentum to share knowledge with their colleagues and collect knowledge from colleagues.
(iii) Job involvement has a positive influence to knowledge donation process. The result are consistent with Teh and Sun (2012) and some answers from interviewees. (iv) Knowledge donation is positively correlated with individual performance. This result is also shown in the study by Von Krogh et al. (2000) , Akram and Bokhari (2011), Muhammad et al. (2011) , Tran et al. (2013) , Kuzu and Ozilhan (2014) . In addition, this result is confirmed by the answers of some lecturers participating in in-depth interviews: (v) Other hypotheses discarded on the relationship between some factors and two knowledge sharing processes as well as between knowledge collection and individual performance. These are the results not expected to happen before performing quantitative research.
Implications for managers
The study has proposed the following implications for helping managers establish a perfectly knowledge sharing strategy:
Firstly, the findings of this study show that individual factors are associated with two knowledge sharing processes. Because enjoyment in helping others significantly influenced knowledge donation, managers need to focus to increase the level of enjoyment. Impact on perception through stories, real situations can be a way to increase the excitement of lecturers when sharing knowledge with colleagues. Managers care about developing and maintaining knowledge sharing should try enhancing the positive mood state of lecturers (i.e. enjoyment in helping others). Managers can also create open spaces and share them among individuals at the university. Today's local universities often do not have a private sector or reading room for lecturers, while this is a channel for faculty members to exchange knowledge to each other.
Secondly, managers should pay more attention to provide significant feedback to improve lecturers' knowledge self-efficacy. For instance, weekly/monthly/yearly review reports should include the contribution of some lecturers to the work of other lecturers through knowledge sharing. These stories help lecturers increase awareness of the meaning of knowledge sharing as well as enhance the role of each individual with the results of other individual work and the results of the organization's work.
Thirdly, each lecturer should be aware of the significance of teaching and scientific research to the training and development of each individual. Managers should spend time chatting, communicating with lecturers to listen to their aspirations and concerns regarding work. In the seminars, managers will understand the degree of attachment to the work of the lecturers and how they can be more engaged with their works, thereby enhancing knowledge sharing.
Finally, managers hope lecturers perform good teaching and research work. Therefore, one of the ways to increase the performance of the lecturers' work is to promote the act of donating knowledge. Each Vietnam universities' pedagogical environment, also known as the academic environment, knowledge donation process is necessary and should be encouraged. 
Appendix 1
Re1
Sharing my knowledge with colleagues should be rewarded with a higher salary Re2
Sharing my knowledge with colleagues should be rewarded with a higher bonus Re3
Sharing my knowledge with colleagues should be rewarded with a promotion Re4
Sharing my knowledge with colleagues should be rewarded with an increased job security Information and communication technology (Te)
Te1
Work related information and knowledge are stored, classified and updated in a scientific and regular manner Te2
The organization's IT system provides valuable and useful information/data for my work Te3
The organization's IT system facilitates the sharing of knowledge and information among members 
